High turnover intention rate would negatively affect organizations productivity and overall performance, also hiring and training new employees might result in extra expenses. Therefore, authors of this study focused on Organizational Justice as one of the main reasons for turnover intention from the three dimensions.
Introduction

Problem Statement
Several researchers including, Guo (2009) , Iyer (2011) , Moris and Leing (as cited in Fodchuk 2009), Pyun (1997) , Oh (2013) and Zhang (2006) have stated previously that in non-Western countries like Malaysia, the study of Organizational Justice is not as abundant and frequent. They also proclaimed that the models and schemes applied in the Western culture may not provide the same results in a different culture. At the same time, there were research including, Choong Wong and Tioh (2010) , Tam (1998) , and Wan Sulaiman & Omar (2012) who focused and researched on OJ discrete to the Malaysian culture but their main focus was on other areas. Organizational Justice is understood as an individual's understanding of equity and fairness in an institution or organization (Greenberg 2010) and it is the essential basis in apprehending the way that employees feel or think about their organization (Miller et.al. 2012 as cited by Gauri 2013) . The findings of Pekurinen et al. (2017) lights that organizational justice, cooperation amongst employees, and violent attacks by patients have linkage with hospital settings for psychiatry. Considering different elements such as organizational justice related issues and cooperation between nurses might help to reduce assaults. In conclusion, the equity understood by an individual can be extensively classified into the following 4 categories:
Procedural Justice
Al Rawashdeh (2013) expressed, was that the approach and methodology used to regulate the outcome of an employee's contribution is classified under this category. As an allusion to Belanger (2007) , Procedural Justice is particularly observing the equity and fairness of conventional decision-making schemes hired by an institution to estimate the result an employee's contribution.
Interpersonal Justice
The early decade was also known as the Interpersonal (Interactional) Justice. This category is more about how a supervisor or an authority approaches the employees in an organization, and whether these employees are being treated with dignity and honor (Iyer 2011; McNabb 2009 ). Likewise, Interpersonal Justice has been described as an equitable behaviour towards an employee by other workers in an institution by Belanger (2007) . Positive Organizational Justice would have advantages for an institution along with numerous beneficial institutional results. One of these benefits is elevated employee turnover intentions (Georgalis, J. et al. 2015) .
All in all, the principal issue is to look into and simplify the studies on whether Organizational Justice has a positive or negative effect on non-academic employees' Turnover Intentions in tertiary industries specifically in Malaysia. As a result, numerous procedures will be executed to analyses the issue.
Fodchuk 2009) emphasized on the fact that inaccuracies such as wrong interpretations of meanings, culture prejudice and elimination of certain cultural behaviors will be made due to the translation of measurements of psychological theories to other cultures. If we take everything that was discussed earlier into account, we can understand that there are limitations in non-Western countries when it comes to empirical Organization Justice studies (Fodchuk 2009; Guo 2009; Pyun 1997; Zhang 2006 ).
The reduction of 10% turnover in a medium sized institution with roughly 1000 employees is approximately $7.5 million in accordance with what Bliss has said (Hamlett, 2014) . Those losses include apprehension, revenue, practical skills and knowledge, and positions that will be unoccupied since an employee leaves it behind due to his withdrawal. Therefore, both institutions and employees will be favored and have benefits if the Organizational Justice maintained. If there are any disappointments and unhappiness towards anything, the company is responsible to manage and reduce the negative impact in a short time. Finally, employees and respondents who read this research can create consciousness towards the idea and model of OJ in their companies.
Research Objectives
The purpose of this study can be divided into 2 categories which includes, The General Objectives and The Specific Objectives as mentioned below:
General Objectives
To expose and gain genuine insight about how employee in Malaysia perceives and judges fairness in their organization. The overall aim of this study is to detect and analyses whether the Turnover Intention of non-academic employees in Malaysian companies is influenced by Distributive Justice, Procedural Justice, and Interpersonal Justice or not.
Specific Objectives
The objectives mentioned below are intended to be achieved in accordance with The General Objectives.
Objective 1: To deduce whether or not an employee understands towards Turnover Intentions is positively influenced by Distributive Justice.
Objective 2: To deduce whether or not an employee understands towards Turnover Intentions is positively influenced by Procedural Justice.
Objective 3: To deduce whether or not an employee understands towards Turnover Intentions is positively influenced by Interpersonal Justice.
Literature Review
The social science terminology "Organizational Justice" was first coined by Greenberg in 1990 (Hamlett 2014 Zhang 2006) . Each of the words used in the term have their separate meanings which will make it easier for people or employees to understand the terminology. A working environment in the society is referred to as an "Organization" and when we mention the term "Justice" we are actually referring to the equity assigned in that working environment. In 1971, a philosopher named John Rawls mentioned that equity is the synonym of "Justice" and Robinson (2004) cited from this philosopher later on. He also pinpointed that in any institution or ijbm.ccsenet.org International Journal of Business and Management Vol. 13, No. 9; 2018 company the very first important thing that needs to be carried out is justice and fairness towards its employees. In addition, John described details regarding rational recognition of equity principles and instructions. When it came to Justice, there were 2 significant rules that John always took action according to those. The first rule mentioned that it was the right of each and every individual to enjoy basic civil rights and freedoms and the second rule mentioned that, each individual is supposed to have the coequal rights and options in the society. It was mentioned by John that in those times, there were unfair issuance of resources because only those people who had talents and interests had the chance to excel. Later on, Cohen and Greenberg (cited in Robinson 2004) were among the first researchers who found a correlation between the field psychology and the philosophical literature regarding Justice.
Turnover Intention
If we refer to Tett and Meyer (1993) we can understand that they described Turnover Intention as the intentional and readiness of personnel to abandon their institution. Technically, this is the final in the progression of Withdrawal Cognition, which includes, considering leaving and applies to look for a replacement job. Even though, TIs do not always cause actual turnover, however Bluedorn (1982) discovered that Turnover Intentions had a high relation with actual turnover in the past 13 or 14 data collected researches. Actually, researches carried out based on Turnover Intentions, show that Turnover Intentions is the most regular factor for elective turnover (Lambert, Hogan, & Barton, 2001 ).
Organizational Justice and Employer Turnover Intention
Refer to Moorman (1991) , once working staff have started to understand their institution, they start to show positive behavior and good working morale towards their given tasks, results, and their superiors. Most researchers have a classic analogy on Turnover Intention (Hellman, 1997) ; as a result, Turnover Intention normally refers to an employee's will to leave a company, or the removal of an employee by a superior for the good of the company. Researches based on data collection demonstrate that Turnover Intentions the most influential factors that predict the actual Turnover attitude (Griffeth, Hom and Geatner, 2000; Hemdi, 2006) . In reality, there is actually an important correlation between TI and the actual Turnover (Lambert, Hogan and Barton, 2001 ).
Job Satisfaction
The idea of inspiration in correlation with work fulfillment is specified in past studies, according to Hamlett (2014) , work fulfillment is made by "Motivators" factor. Same with the Value Theory of occupation fulfillment (Greenberg 2010) , "Motivators" is an ambiguous word used in the work fulfillment setting. It can include numerous positive results or factors that a worker values, for example, individual or group accomplishments, productive diligent work, receiving rewards, acknowledgment or affirmation from others, included duty, profession development, individual improvement and so on.
Organization Justice and Job Satisfaction
The concept of "Employee First, Customer Second" (EFCS) is coined by the American CEO of HCL Technologies, Vineet Nayar (2010) who steers one of the largest I.T. outsourcing firms in the world. His idea is to value and treat employee with respect and full support, then this respect and good will would be pass to the customer, eventually benefit the company. While in Malaysia, with reference to British Broadcasting Corporation (BBC) (2010), Group CEO of Air Asia, Malaysian home grown low-cost air Flight Company, Tony Fernandez also adapted the same philosophy in managing the 8000 work forces of Air Asia (as of 2010).
The Impact of Misconceptions and Prejudices on Employees' Understanding of Equity
The study of the organizational decisions in the legal area shows that organizational performance evaluation that have been open to be examined by legal authorities also encourage the popularity of organizational justice; some scientists who have examined the matter, even believe that points concerning equity and its practice are considered more significant when making decisions in the legal system about appraisal of organizational performance than the rather scientific matter of choosing a valid sort of measuring device for evaluation (Barrett and Kernan, 1987; Werner and Bolino, 1997) . Based on some studies, there is a connection between the idea of how fair the appraisal of performance in and organization is and other aspects of fairness in the same place e.g. existence of opportunities to have a say in the proceedings of organizational evaluation (Barrett and Kernan, .l987; Werner and Bolino, 1997) .
Distributive, Interactional, and Procedural Justice,
There seems to interrelations among the three classes of fairness introduced in the previous paragraph; however, ijbm.ccsenet.org
International Journal of Business and Management Vol. 13, No. 9; 2018 the collective analyses of the data from several separate studies on the matter show unique incremental variance explaining the exact difference between them (Cohen and Spector, 2001; Colquitt, et al, 2001; Hauenstein, 2001) . Based on the definition, interactional fairness is how well the employees are treated when courses of action are taking place, (Bies and Moag, 1986) . There are four characteristics to show the distinctive line between this type of fairness and the others: respect i.e. how considerate the management behaves towards the employees; truthfulness, if the employer hides any truth from the employees; justification, provision of information and clarification on the current courses of action in the organization; and propriety, how unprejudiced the employer is, (Greenberg, 1993; Moorman, 1991) .
Methodology
Research Framework
There are three independent variables on the left i.e. distributive justice, DJ, procedural justice, PJ, and interpersonal justice, IJ which may be in positive correlation with the dependent variable of the study i.e. the turnover intention of the employee, ETI. Multiple linear regressions have been devised to determine the relationship between the two sets of variables.
The model provides a tabular representation of the study subject, its objectives as well as the questions to be provided with an answer. It has been prepared on the basis of and adapted from past studies, Russell et al. (2006), Bowen et al. (1999) , Oh (2013) , and Vineet (2010) which contained findings suggesting that Organization Justice is positively correlated to ETI, motivation as well as working quality.
Hypotheses of the Study
By referring to the research questions designed in the previous section, we can come up with several hypotheses which are listed below to analyses the correlation between the independent variables and the dependent variable.
H1. There is positive correlation between employee's Turnover Intentions and Distributive Justice.
H2. There is positive correlation between employee's Turnover Intentions and Procedural Justice.
H3. There is positive correlation between employee's Turnover Intentions and Interpersonal Justice
Research Instrument
In order to gather primary analysis for this study, a survey would be handed out to employees who work in Malaysian tertiary education institutions. In order to demonstrate the instrument, variable amount of OJ was measured using a 25-items scale made by Niehoff & Moorman (1993) . The Justice scale has 3 dimension measurements of understanding Distributive Justice with five items, Procedural Justice with six items, and Interactional Justice with nine items. Turnover Intention which is the basic value was measured with a five item scale adapted from Hom & Griffeth (1995) .
Research Design
Refer to Burns & Bush (2006 p.116) , we can understand that "Research Design" refers to a layout of a model of in advanced decisions in the techniques to gather and examine information. It is similar to a master design in constructing a building where several factors like the width, height, instruments and etc. of the building is firstly determined and then the actual construction starts. Both quantitative and qualitative studies will be carried out to Business and Management Vol. 13, No. 9; 2018 analyses the correlation between the three independent variables and the dependent variable, which is the Turnover Intention, as the objective of this research. In this situation, a quantitative study refers to the questionnaire features regarding numbers while the qualitative study refers to the questionnaire features having no numbers and statistical measurements. These questionnaires are distributed among Malaysian institutions and the responses regarding realization of equity would be collected.
Target Population
Malaysian non-academic staff employees in tertiary institution in Selangor, despite their gender, age, ethnicity and amount of monthly salary who can be reached out to by electronic mail or in face-to-face have been selected as the possible respondents to the research. 2 types of surveys where distributed among the respondents which were online and printed questionnaires. All of the Malaysian companies' working staffs who came into correspondence when the data collection (either by email or face-to-face) was going on, responded to the questionnaires on a voluntary basis due to the nature of Convenience Sampling Method.
Result and Discussion
Descriptive Analysis
Descriptive statistics describes the information obtained from a study and provides summaries of the sample and measures utilized. 
Hypotheses Testing
Correlation between Variables
According to the data the estimate of linkage between the Turnover Intention and Distributive Justice is 0.175 with a Significance Value of 0.019 which indicates a week correlation between the Turnover Intention and Distributive Justice. Also, due to the founded data of 0.473 and a Significance Value of 0.000 which indicates a powerful link between the Turnover Intention and Procedural Justice. While a value of 0.242 with a significance value of 0.002 shows the link between the Turnover Intention and Interactional Justice is strong. All the variables tested have a relationship of more than 50% except for interactional Justice which had 0.242 This signifies that the weak of the relationship was within the range of weak to strong among the variables tested for this research. Procedural Justice which is about 0.473 has the strongest relationship among all the variables indicating a very strong relationship. 
Regression Analysis
In table 4.4, the results of the multiple linear regression MLR analysis to examine the effect of three components of organizational justice as independent variables on Turnover Intention as the dependent one are illustrated. On an overall basis, the reading of 0.23 for the R Square value suggests that the 3D model can account for 23.3% of the different cases of Turnover Intention of the 140 participants which shows the fitness of the model used for the analysis, but the reduction of Adjusted R Square value to 0.21 the generalization of the model can still be enhanced. Furthermore, Procedural Justice is shown to have the most extensive impact (Beta = 0.436) when forecasting Turnover Intention, while next in line is Distributive Justice (Beta=0.022); the bottom determiner of Turnover Intention is Interpersonal Justice (Beta=0.94). In all the three cases the degree of reliability is higher than 95% (p-value <= 0.05). Just like the correlation analysis of the data, in the linear regression analysis also the three hypotheses proposed for the study all receive support for the influence of the three components of equity in the work place on Turnover Intention of the employees with implications that Procedural Justice as well as Distributive Justice are more important in enhancing the perceptions of individual's turnover intentions in the context of Malaysia. 
Control Variables
The control variables explored in the research had no significant effect or link to organizational justice and its impact on turnover intentions in tertiary institutions in Cyberjaya, Malaysia. This is in harmony with earlier research conducted by Salleh, M., (2009) .
Gender/Sex, age, religion, level of education, marital status, race, specific field of academic achievements, duration of work in a company, and the level of management were all the control variables included in this study.
Research Implications and Recommendation
Implications
This research has beneficial implications for any organization as regards the way interactional, procedural and distributive justice can influence employee turnover intentions. It gives an insight to management of organizations on how to properly implement organizational justice so as to curb or reduce turnover intentions amongst employees.
Employee perception of fair treatment in relation to effective implementation of organizational justice can influence their turnover decisions. If employees perceive organizational justice as fair the tendency to entertain turnover intentions is minimal but if employees perceive the justice system in an organization as unfair, turnover intentions would be very high as there can be feelings of resentment, reduced loyalty and sense of belonging as well as thoughts of quitting finally.
In view of this, it is highly recommended that tertiary institutions in Cyberjaya, should consider their organizational justice practice and see if previous practice relates to the negative influence observed in this study and seek for strategic ways to improve it so as to discourage turnover intentions. Ensuring the effective practice of organizational justice would be beneficiary to tertiary institutions in Cyberjaya as they would be able to retain their employees and spend more time improving productivity rather than engaging in constant recruitment which could be detrimental to the work balance.
Conclusion
If we look at this research and all of its conclusions, the application of Organization Justice can have a powerful influence on an employee's Turnover Intention obviously and mainly when employees are in situations that they interpret it as bias. The gain of a personnel's understanding of equity in situations like an issuance of rewards can make other employees change with their behavioral purposes depending on their understanding of OJ which could be positive or negative.
The findings showed a relationship between the three justice characteristics studied (procedural, interactional, distributive) and their ability to impact on employees' turnover intentions. Hence it is pertinent for tertiary institutions in Cyberjaya to have a full understanding and grasp of the three justice characteristics so as to facilitate effective implementation and aid them to reduce the incidence of turnover intentions in amongst their employees. Tertiary institutions in Cyberjaya should therefore be concerned with ensuring proper organizational justice systems hinged on fairness, transparency and that would be consistent in supplying a proper amount of equity in different forms such as, systems for bonuses, care, interactional and formal systems. By considering these and ensuring proper implementation, there would be a reduction in the chances of employees leaving their jobs.
Finally, it is important to know that there might be other influences apart from these three justice characteristics mentioned in our study. Other organizational factors like politics in the organization or psychological contract violations might have a strong influence on employee turnover intentions.
Future Research
The research was conducted in the area that still requires more attention. Therefore, further researches might be carried out by considering other factors like organizations' policies, Violation of Psychological contracts which also may affect personnel's turnover intention.
